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ABSTRACT
An Examination of Perceived Leadership Behaviors and Employee Engagement in the US
Federal Government: An Exploratory Study
By Jason W. Barker
Dr. Christopher Stream, Dissertation Committee Chair
Associate Professor
University of Nevada, Las Vegas

Leadership can exist in any organization or entity. It has been studied extensively and
examined comprehensively. There have been various theories of what type of leadership is ideal
or suitable for a group or organization. From transformational to transactional leadership,
leadership styles exist that can contribute to organizations and the style they employ. Employee
engagement can be based on either or both transformational and transactional leadership factors.
Transformational leadership behaviors generally show an increase in employee engagement.
Employee engagement has an association with job satisfaction and leadership perception.
Leadership styles will be defined, in addition to factors in the employee’ perception of their
leadership. The association between employee engagement and leadership behaviors will be
measured based on the perceptions that exist. The question that is the basis for this study will
answer what is the correlation between perceived transactional and transformational leadership
behaviors in federal agencies and employee engagement?
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Chapter 1: Introduction

"You are not here merely to make a living. You are here in order to enable the world to live more
amply, with greater vision, with a finer spirit of hope and achievement. You are here to enrich
the world, and you impoverish yourself if you forget the errand." Woodrow Wilson

Leadership can exist in any organization or entity. It has been studied extensively from
various sources and research data. Leaders or supervisors can have a tremendous influence on
employees and the culture. There have been various theories of what type of leadership is ideal
or suitable for an organization and what makes an organization successful. Between employees
and leadership, styles vary which create the culture of the organization. Leadership styles vary
and the commitment level can affect how the organization is led and the results it produces.
Leadership factors can determine how employee engagement is measured. The results shown
will conclude that of the relationship of employee engagement as a result of the perception of
leadership practices.
Specific styles of leadership will be examined, along with what correlation exists
between leadership behavior and employee engagement. The background of the problem,
purpose, research questions and importance of the study will all be discussed. Furthermore, the
definition of terms and limitations will be examined.
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Background of the Problem
Leadership is intertwined in some form among all organizations. Various traits, habits,
and personalities guide the ecosystem of leadership among individuals. The questions pertaining
to leadership can be used to capture the follower’s perceptions of their leadership. The
commitment levels can be affected in organizations which can cause severe disruptions in
departments, among individuals and the organization’s culture. Fostering leadership behaviors
and retention in organizations can increase productivity and performance.
Various traits, habits, and personalities guide the ecosystem of leadership among
individuals (Opel, 2014). The discovery of the relationship between a leader’s personality and
their interactions can positively or negatively affect the employee. Personality can drive whether
or not there is a high degree of trust, cohesiveness and the relationship between both parties
(Mooradian, Renzl & Matzler, 2006). The underlying problem demonstrates a leader overseeing
their respective team(s), but not being the ideal fit according to their interaction and personality.
High interactions between a leader and their employee will help develop better relationship
building and create an atmosphere of trust, productivity and morale (Evans, 1992). This study
can be used to establish best hiring practices and training.
The federal government employs many individuals across a wide network of agencies. In
2016, there were approximately 2.7 million civilian employees in dozens of departments and
agencies (OPM, 2016). In the beginning, the Federal Government employed individuals based on
merit and their affinity towards political stances shared in line with the current administration.
This changed in 1883 through the Civil Service Act. After this legislation, employees were hired
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based on merit and not political affinity (Congress, 2006). To this day, the Federal Government
has implemented various programs for leadership development and increasing the effectiveness
of its civilian employees. The Federal Employee Viewpoint Survey was created for this purpose.
This tool is used to provide valuable insight into the perceptions that exist among its employees.
The Federal Government realized the importance of investing in their employees as OPM
Acting Chief Beth Cobert said, “This FEVS data provides agency leaders with valuable
information they can use to evaluate current procedures, while encouraging their front-line
supervisors to further engage and mentor their employees.” The issue was how to better engage
their employees and increase their engagement scores. Each year this survey is administered to
track trends and focus on improvement. There has been limited research completed in regard to
leadership and engagement in the federal government in view of transformational and
transactional leadership. This research will help alleviate that problem. This research will help in
training and development programs that can measure transformational and transactional patterns
and how leadership affects engagement using these leadership styles.
The effectiveness in leadership of federal employees will be measured through the
perception of employees using a quantitative methodology that is measured on a five-point
Likert scale from strongly disagree (1) to strongly agree (5). The independent variables consist of
leadership behaviors, specifically transformation and transactional leadership. The dependent
variable is employee engagement. The control variables will consist of gender, age group,
supervisory status and ethnicity. The questions will be used to capture the follower’s perceptions
of leadership.
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Purpose of the Study
The purpose of the study is to determine the perception federal employees have of their
leadership and the effects of employee engagement. Understanding employee morale is one
method to assessing employee engagement. Transformational and transactional leadership styles
will specifically be used to measure the effects of these styles to employee engagement.
Measuring this could affect and strengthen the employee base. This study will seek to understand
and explain employee engagement and develop further research into increasing engagement
among employees. The survey will benefit evaluation and action planning to support and
strengthen a culture of employee and organizational performance (OPM, 2016).
Research Plan
The research plan involves data analysis among federal employees and is drawn from the
Federal Employee Viewpoint Survey (FEVS). The primary research will involve quantitative
methods, consisting of regression analysis, descriptive statistics and correlations. The FEVS is a
sample of full-time, part-time, permanent, and non-seasonal employees. 889,590 employees
received the FEVS. The survey enabled employees to share their perceptions of their work
experiences and their leaders. Of that number, 407,789 completed the survey for a government
wide response rate of 45.8 percent. This survey was administered among 80 agencies to measure
employee satisfaction and engagement (OPM, 2016). The survey was a self–administered Web
survey and dispensed to employees with 6–week administration periods beginning April 26th
and May 3rd (OPM, 2016).
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This survey grouped areas into eight topic areas:
• Personal Work Experiences
• Work Unit
• Agency
• Supervisor
• Leadership
• Satisfaction
• Work/Life Programs
• Demographics

Research Question
As this study will look at transformation and transactional leadership styles, the question
will ask how this contributes to employee engagement. The dependent variable will be employee
engagement and the independent variables will consist of transformational leadership and
transactional leadership. The control variables will be age group, gender, supervisory status and
ethnicity. The research will show the connection and whether a correlation exists between the
two leadership styles.

1. What is the correlation of transformational and transactional leadership
behaviors on Employee Engagement?
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Limitations
Self-reported data is limited as it rarely can be independently verified and thus can be
taken out of context. Possible discrepancies exist how the data is interpreted when given and
misinterpretation in the questions and understanding. The limitations to the researcher are access,
longitudinal effects, and possible bias. Longitudinal effects are present due to investigating a
research problem and the time required to measure change or stability within a sample
constrained by the due date of the study.
Definition of Terms
Authentic Leadership: This style approaches leadership that emphasizes building the leader's
honest relationships with followers, in which they value their input. It is built upon an ethical
foundation. Authentic leaders are positive individuals with truthful self-concepts who promote
openness and integrity.
Bass Transformational Leadership Theory: This is one of a set of various Transformational
Leadership Theories. This theory explains how a leader influences others. The components of
individual consideration, intellectual stimulation, idealized influenced are part of this theory.
Employee Engagement: One who is fully absorbed and enthusiastic about their work and takes
positive action to further the organization's reputation and interests. They give their best each
day, are committed to their organization’s goals and values, and motivated to contribute to their
organization’s success.
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Federal Employee Viewpoint Survey (FEVS): This is a 98–item survey that includes 84 items
that measure Federal employees’ perceptions about how effectively agencies manage their
workforce. The survey was conducted electronically on the Internet.
Full Range Leadership Model: A range of leadership styles or behaviors, ranging from
transformational to transactional to laissez faire leadership. The research established that both
transactional and transformation styles were effective in leading and in performance (Bass &
Avolio, 1993).
Individualized Consideration – The manner in which a leader attends to each follower's needs
and acts as a mentor or coach. They value listening while giving empathy and support.
Communication and personal encouragement are also manifested.
Idealized Influence – The degree to which a leader acts as a role model to others. Values and
integrity are part of this style. The leader embodies the principles of respect, learning and leading
others by offering encouragement, advice and promoting their vision. Teamwork and a sense of
meaning are important while maintaining the values, mission and goals of the organization.
Inspirational Motivation – This type of leader articulates a vision to their followers and leads
with inspirational motivation. Goals, motivation, encouragement and optimism are trademarks of
the leader. Their followers look to this leader as a visionary and are encouraged in their own
abilities.
Intellectual Stimulation – Involves innovation and creativity. This type of leader encourages
thoughtful thinking and the “what-if.” New ideas and concepts are a part of this type of leader.
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Job Satisfaction- The degree to which an employee is content with their job and the attitude one
feels towards it.
Multifactor Leadership Questionnaire (MLQ): Was created to survey leadership factors. It
measures characteristics of passive as well as leaders who actively attempt to make their
followers leaders. This survey identifies the characteristics of a transformational leader. It also
evaluates transactional and passive-avoidant styles.
Participative Leadership: This type of leadership involves the action of the leader turning to the
team for input, ideas and observations instead of making all decisions on his or her own. The
leader understands that the team may have skills and ideas that could benefit the decision making
process. Their goal is to involve everyone as each person has the capacity to give valuable
feedback and ideas. They also focus on building relationships and synergy within the team.
Perceived Leader Integrity Scale (PLIS): A 360° leadership assessment for assessing
impressions of the integrity, ethics, and destructive behaviors of managers and leaders.
Perception: The way an individual thinks about or understands someone or something. It is the
ability to understand or notice something using one of the senses.
Servant Leadership: This type of leader is a servant first. They do not aspire to power or to
acquire material possessions, they are the servant-first. This leader focuses on other people’s
highest priority needs being met. A servant-leader focuses primarily on the growth and wellbeing of individuals.
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Transformational Leadership: Increases the motivation and job performance of followers. The
transformational leader increases their sense of identity and the collective identity of the
organization; contributes to being a role model for followers and looks to inspire those around
them. This type of leadership contrasts that of transactional leadership. The four main areas of
transformational leadership are individualized consideration, intellectual stimulation,
inspirational motivation, and idealized influence.
Transactional Leadership: Focuses on managerial leadership and is based on maintaining the
status quo. Transactional leaders do not generally look to change the future but keeps things as
they are. This type of leader focuses more on processes and contingent rewards and punishments.

Summary
The elements of leadership styles can affect how an organization is led and what type of
culture exists that would have an influence on the employee. Leadership styles such as
transformational, transactional, authentic, participative and servant leadership are introduced.
How an employee is committed more to their job will show their engagement. This perception
can either increase or decrease employee productivity, communication and job satisfaction.
Addressing the research question will enable the ability to determine how transformational and
transactional leadership affects employee engagement. The Federal Employee Viewpoint Survey
will provide the data and demonstrate this relationship. Elements of the two types of leadership,
transformational and transactional, can affect organizations, notably in performance and meeting
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the emotional needs of each employee (Bass, 1985). This study will show the importance of the
development of these two styles and the affect they both have on employee engagement.
Measuring employee engagement is beneficial for motivating employees, having better
relationships, strengthening job satisfaction and increasing the likelihood employees will stay in
their current employment (APA, 2015).
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Chapter 2: Literature Review
Leadership has been written, discussed and thought about throughout the ages.
Leadership styles vary among organizations and their cultures are reflected by the type of
leadership that is prevalent. Leadership styles that have emerged are transformational,
transactional, authentic, participative and servant leadership. Previous research manifests the
importance and magnitude of how leadership styles affect organizations. Perception exists
between the employee and a leader, the study of leadership will establish how perception can
determine employee engagement. The literature being considered will show the correlation of
leadership and employee engagement, along with historical and current theories and
methodologies exhibited in the literature.
Leadership styles can affect how an organization is led and what type of culture exists
that would have an influence on the employee. Leadership styles are studied to better understand
the manner in how a leader’s style is. Transformational leadership contrasts with that of
transactional leadership. Transformational leadership “creates valuable and positive change in
the followers with the end goal of developing followers into leaders… focuses on "transforming"
others to help each other, to look out for each other, to be encouraging and harmonious, and to
look out for the organization as a whole” (2010, 06). It involves complete transformation.
Transformational leaders shape values, are creators, interpreters of institutional purpose,
and exemplars. By stimulating and motivating, they mold the culture (Egan, p.204).
Transformational leadership is based on individualized consideration, intellectual stimulation,
inspirational motivation, and idealized influence (Bass, 1985a).
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The seven areas of behavior are: idealized influence (charisma), inspirational motivation,
intellectual stimulation, individualized consideration, contingent reward, management-byexception, and laissez-faire (Bass & Avolio, 1990b). The behavior elements of individualized
consideration and motivational factors were most closely tied with transformational leadership.
Egan pointed out they do create and can mold the culture. Their moral values are extremely
important, as well as being a strong role model (Avolio & Gibbons, 1998).

One such model, The Additive Effect of Transformational Leadership, lists idealized
influence, inspirational motivation, intellectual stimulation, and individualized consideration as
the four major elements for transformational leadership (Northouse, 2004). Transformational
leadership involves empathy, compassion, sensitivity, relationship building, and innovation (Jin,
2010). O’Sullivan stated:
Transformative learning involves experiencing a deep, structural shift in the basic
premises of thought, feelings, and actions. It is a shift of consciousness that dramatically
and irreversibly alters our way of being in the world. Such a shift involves our
understanding of ourselves and our self-locations; our relationships with other humans
and with the natural world; our understanding of relations of power in interlocking
structures of class, race and gender; our body awareness’s, our visions of alternative
approaches to living; and our sense of possibilities for social justice and peace and
personal joy (O’Sullivan, 2003, pp. 326-330).
Transactional leadership is focused on standard operating procedures and processes. It is
based on contingent rewards and punishments. Bass (1985a) maintained that utilizing contingent
rewards can assist in motivation and commitment amongst employees. A transactional leader
will offer positive reinforcement, praise, compliments, and rewards when goals or expectations
are reached and will utilize negative reinforcement as punishment when errors or failures occur
(Ruggieri, 2009).
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Transactional leaders can be effective and even desired, although compared to
transformational leaders, are less favorable. This style of leadership is based on bureaucratic
authority and legitimate power in the organization (Bass, 1985). Figure A shows the theory
describing transformational with transaction leadership. The expected outcomes with the goal of
performance beyond expectations are the end result.

Figure 1. Transformational and Transactional Leadership

Perception involves the creation of a prototype of leadership in the mind of the observer.
A leader who matches a perception is considered effective (Lord & Maher, 1991). In servant
leadership, Nagy, Jenette (2013) states: “A servant leader does not consider himself above those
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he leads. Rather, he is primus inter pares from Latin, meaning "first among equals." He sees
those he leads as peers to teach and to learn from.”
Servant leadership has six distinct components: valuing people, developing people,
building community, displaying authenticity, providing leadership, and sharing leadership (Laub,
J.A., 2004). Lao-Tzu wrote about servant leadership in the fifth-century BC: “The highest type of
ruler is one of whose existence the people are barely aware….” The servant leader does not put
themselves above others and the organization. In Authentic leadership, leadership emphasizes
building the leader's honest relationships with followers. It is based upon an ethical framework
and the leader will look within them to be aligned to their own belief system. Authentic leaders
are positive individuals with truthful self-concepts who promote openness and integrity.
In participative leadership, an organization can strengthen emotional bonds and create
deeper, longer-lasting relationships that translate to increased support, loyalty and a sense of
ownership (Boleslaw, 2009). It involves the action of the leader turning to the team for input and
is vested in their followers. This style of leadership is of involvement and attachment. In the end,
organizations with a high degree of alignment are characterized by efficiency, productivity and
increased job satisfaction; whereas organizations with a low degree of alignment are
characterized by lower productivity, decreased efficiency and lower job satisfaction.

Intent
Studying this topic will bring about greater exposure in the area of employee engagement
among leadership. The intent is that focusing on developing employee habits or engagement will
bring about greater productivity, communication, and employee job satisfaction. This in turn can
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lead to decreased costs, greater profits and a more loyal and committed workforce. In addition,
decreased absenteeism, healthier environments, and synergy amongst the workforce are
byproducts of strengthening engagement. Job satisfaction is part on engagement, but an
employee could be satisfied without being fully engaged (Kruse, 2012).

Historical Context of Leadership
Leadership has evolved throughout time and several philosophies have emerged.
Leadership styles have been examined and a variety of models have evolved. Leadership was
introduced many years ago through philosophical studies. In the case of Confucius and Asoka,
who encouraged the good of followers and their development, and from the writings of Aristotle
and Pluto.

Transformational Leadership
Transformational leadership is relatively new, primarily emerging in the last 20 years.
Bass (1990) reported that this type of leadership can elevate others beyond expectations. Leaders
employing this style empower others, which results in employee satisfaction (Humphreys, J. H.,
& Einstein, W. O., 2003). Historically speaking, Burns (Burns, 1978) was first to introduce
transformational and transactional leadership. Transformational leadership is based on deeply
held personal beliefs that raise others to a higher plane through motivation and inspiration
(Humphreys & Einstein, 2003).
Transformational leadership, then, is the level of human conduct and ethical aspiration of
both leader and follower (Humphreys & Einstein, 2003). Transformational leadership involves
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the beneficial elevation of both parties and the organization as a whole. According to Bass
(1985), there are four behaviors associated with transformational leadership:
•

charisma (idealized influence);

•

inspiration;

•

intellectual stimulation; and

•

individual consideration.

It is positively correlated to leader effectiveness ratings, leader and follower satisfaction and
overall organizational performance, in addition to increased employee commitment to the
organization, trust, and positive organizational citizenship behaviors (Humphreys & Einstein,
2003). One study in transformational leadership was how idealized influence, intellectual
stimulation, individualized attention and inspirational motivation influenced how the leader led
(Bass, 1985a). They support transformational leadership being strongly associated with
organizational effectiveness. (Lowe et al., 1996). In this particular study, a single manufacturing
company found its productivity levels were not rising after they had made some major
investments in new capital equipment. The first part of the study stemmed from studying the
relationships between certain leadership behaviors in regard to productivity. The second part was
a study of a year-long leadership development program to monitor if certain transformational
behaviors can become ingrained within management.
The Multifactor Leadership Questionnaire (MLQ), measured seven areas of behavior
(Bass & Avolio, 1990b). These seven are: idealized influence (which is charisma), inspirational
motivation, intellectual stimulation, individualized consideration, contingent reward,
management-by-exception, and laissez-faire (Bass & Avolio, 1990b). The research showed
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individualized consideration and motivational factors were most closely tied with
transformational leadership. Motivation is integrated deeply with leadership. By eliminating
motivation, the drive to succeed to go forward would be minimized and the desire of the
employee to do their best would also be diminished.
The measures that were used were the MLQ and the four l’s of transformation leadership.
A total of 712 hourly employees were employed in this organization and were required to attend
several meetings. A total of 678 questionnaires were completed, from which 660 were used in
this study. In the training program that was given off-site, participants discussed and went
through a process of awareness, feedback and planning in regard to their leadership behavior.
The training was conducted by consultants. The participants were asked to identify the most
effective leader they experienced.
As they went through the various elements, the outcome of the most effective leader was
largely based on having the attributes of the four l’s of transformational leadership. The study’s
hypothesis was that a training program can significantly increase transformational and contingent
reward behaviors and that having an increase in transformational and contingent rewards will be
positive for the organization overall. The study lasted approximately one year. Based on the
study, objectives were being met 75.1 percent of the time in the initial study, but in the followup, this increased to 94.3 percent. The following tables show the results from this study:
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Figure 2. Transformational and Contingent Reward

The Systems Model Action Research (Johnson, 1976) is another method by which
transformational learning is utilized. When learning begins, there is action planning and feedback
of results that contributes to the transformation phase. This phase begins the learning process and
action steps that lead to the output or result. Here lies the data gathering and the changes in
behavior. The three sections, which start with input, incorporate a vital piece: feedback. The
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feedback continues from input to transformation to output. Having feedback present in all three
sections shows the need to have constant communication. Utilizing feedback, true change can
happen which leads to transformation. Open communication and dialog between employees and
management will happen and there will be a synergy throughout the organization.

Figure 3. Systems Model Action Research

(Kurt Lewis, 1958, p. 201).

In transformational learning, there is always a desire for continuous improvement. As explained
earlier in the Systems Model Action Research, feedback is always a focus. Even at the end of the
process feedback may be utilized by going back to the beginning.

19

All organizations have room for improvement. Leaders have a special responsibility and
exhibit a high degree of influence on employees; their actions and words hold a lot of weight.
There has been an interest in whether motivation can be maintained in an organization and
whether positive or negative influences has an effect on mood and motivation. The study
concluded that there was no collaboration. The article stated, “Work moods entailing high levels
of negative affect can be seen as distressed, fearful, scornful, or nervous, while work moods
invoking lower levels of negative affect can be described by adjectives such as tranquil, serene,
or relaxed” (Banutu, 2005, 285). With workers feeling any sort of negativity, their action could
reflect this and affect their work.
The environment, co-workers and level of communication can all be affected. The
leadership of the organization should not focus on negativism but on hope and positive
reinforcement. The environment would then enable employees and management to work together
for a common purpose and move toward a transformational paradigm. “Higher levels of positive
leadership were associated with a more positive organizational climate, which was in turn
associated with higher positive clinician ratings of working alliance (Aarons, 2006). An article in
the Baylor Business Review mentioned the value of having motivation as a high priority, the
article explains, “Employees who are committed to a Protestant work ethic, or whose culture has
conditioned them to make productivity a high priority, are motivated by deeply embedded
acquired personality characteristics” (J. C. W., 1998, 37). They have a deeply embedded sense of
what work is and that is their motivation. Money, fame, or promotion are not. This can be one of
the purest forms of motivation as it is deeply imbedded within the soul.
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Transactional Leadership
Transactional leadership is the exchange between the superior and subordinate. Both
parties receive something of value (Humphreys & Einstein, 2003). Transactional leader behavior
(contingent reward) has been positively correlated to follower attitudes and performance (Bass
and Avolio, 1990). This type of leadership is most often displayed in the industry today
(Yammarino and Bass, 1990). Authentic leadership intersects ethical and positive organizational
behaviors. If leaders act upon their true values and beliefs, while enhancing employees to do the
same, the higher level of employees' well-being will accumulate and have a positive impact on
performance (Ryan and Deci, 2001). It involves leader self-awareness, relational transparency,
internalized moral perspective and balanced processing (Politis, 2013).
The goal is performance beyond expectations (Bass & Avolio, 1990). Transactional
leadership has its advantages and disadvantages. Incorporating transformational styles would
give an added benefit to the workforce. All managers to some degree may use transactional
leadership, but applying the attributes of transformational leadership should be the goal. It has
been discussed that organizational structure and the culture may prevent some leadership
characteristics from being practiced (Massood, Dani, Burns, & Blackhouse, 2006).
Transformational learning manifests itself more through the Andragogical learning by
mutual assessments between student and teacher, participative discussions, and through openness
(Mezirow, 1990). This is based on increased attention to the various contexts where learning
takes place, and learning is a multi-dimensional phenomenon. (Merriam, S. B., 2007). Through
Pedagogical learning, it focuses more on a teacher approach with more of formal authority and
minimal learner preparation being utilized. Andragogical learning is based on more open and
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collaborative discussion. (Knowles, Holton & Swanson, 2012). There is also a desire to learn and
have open dialog to mutually benefit the teacher and learner.
Servant Leadership
Servant leadership leaders act as servants, while placing the needs of employees and
customers as their first priority (Greenleaf, 1970). Servant leaders exhibit agapao love, act with
humility, are altruistic, visionary, trusting, serving and empower followers (Dennis, 2004).
Servant leadership has the potential of changing the organization. It consists of agapao love,
humility, altruistism, trust, service, and empowering followers (Patterson, 2003). According to
Patterson:
Servant leaders are those who serve with a focus on the followers, whereby the followers
are the primary concern and the organizational concerns are peripheral. The servant leader
constructs are virtues, which are defined as the good moral quality in a person, or the
general quality of goodness, or moral excellence.

Participative Leadership
Participative leadership involves joint decision-making and the leader being hands-on in
the processes of the organization or group. They contribute to the quality of employees' work
life, increase employees' motivation commitment and satisfaction (Somech, 2003). By enabling
participation in strategic planning, employees can have a clear understanding of strategic goals
and precise plans for their implementation. In addition, employees can clarify their roles (Kim,
2002). Participative leadership brings a closer working relationship between leader and follower.
It is becoming involved in the life of the employee with still allowing freedom and the
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opportunity to grow and evolve. Figure D displays the result by increased job satisfaction in
correlation to effective communications within participative leadership.

Figure 4. Job Satisfaction and Participative Leadership

Vondey/EMERGING LEADERSHIP JOURNEYS
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relationships more often than not express cause and effect. Mediating variables transmit the
effect that the independent variable has on the dependent variable. In addition, moderating
variables increase or decrease the effect of the relationship between variables, thereby altering
the impact the independent variable has on the dependent variable. Typically models of
leadership studies provide a visual understanding of the leader’s impact on followers. Although
Relationships
this model begins with leadership style as the independent variable and its influence on follower
behavior, the distinction here is that the moderating and mediating variables are follower-centric.
The model
showsstyle
how
leadership as
style
influencesorfollower
behavior
Figure
1 showsbelow
that leadership
(operationalized
transformational
transactional)
influences follower behavior (organizational citizenship behavior) as mediated by the follower’s
sense of autonomy and thus motivation (self-determination). The effect of the leader’s style on
2007).
follower self-determination is impacted by the moderating variables of follower self-concept
(values and identities) and the follower’s perception of the leader’s behavior (consideration or
initiating
In the following
sections the variables are defined and propositions given for
Figure
5. structure).
Follower-Focused
Leadership
the relationship between variables.
Follower Self-concept
(values, identities)
Leadership Style
(transformational,
transactional)

Follower Self-determination
(autonomy, motivation)

Follower Behavior
(OCB)

Follower Perception of Leader Behavior
(consideration, initiating structure)

Figure 1. Model of a follower-focused leadership relationship.
Leader Style

(Vondey, 2007)

The proposed model suggests that it is the leader’s style that influences follower
behavior. For this study, transformational and transactional leadership theories were considered.
More has been written in the past two decades on transformational leadership than any other
theory, starting with Burns (1978) and followed by Bass (1985) and others. Although other
leadership theories abound, transformational leadership captures many people’s idealized notion
of how leaders should behave toward followers. Transformational leadership was first proposed
by Burns as a counterpoint to transactional leadership. Transactional
leadership is an exchange
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relationship between the leader and follower, whereby the leader sets certain task goals with the
reward contingent on their completion. Followers want the reward; therefore, they work toward

(Vondey,

In a study of CIO’s, a survey was given in which 96 percent of CIO’s consider
themselves excellent or good leaders. Whereas other executives and IT personnel were
considerably less likely to rate them as highly as CIOs rate themselves (Alter, 2006). The article
stated it is difficult to be a good leader if their followers do not see them as one. It was concluded
that soft skills' such as building relationships and participative management, as well as
communication and relationship building were essential to meeting the perceptions of being a
good leader (Alter, 2006).

Gaps in Literature
Perception and leadership has been studied more predominantly within the last twenty
years. Research has been given in various countries and cultures. The majority resides within the
United States and across various disciplines.

Job Satisfaction
Job satisfaction plays a significant role in the productivity and morale of the employee.
Job satisfaction is “pleasurable or positive emotional state resulting from the appraisal of one’s
job or job experiences” (Locke, 1976). One study linked work attitude to be positively correlated
in LMX with job satisfaction (Graen et al., 1982).
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Leader-Member Exchange (LMX) Theory
The relationship between a supervisor and the employee can often show a variety of
positive or negative results. The basic dimensions of leadership proposed by Bowers and
Seashore (Dansereau, 1973) were directly related to the relationship between the leader and
employee: support with learning and performing job tasks, facilitating interactions between the
employee, and keeping the emphasis on achieving assigned goals. A survey defined LeaderMember Exchange (LMX) as “an interpersonal exchange relationship between a subordinate and
his or her leader” (Graen, 1976).
Employees who saw their managers as either very high or very low on the structure
dimension could accurately predict their managers’ view of their performance. In addition, the
concept of low-quality exchange is characterized by formal relationships and expectations for
routine performance. Whereas high-quality exchanges that occupy on the other end of the
spectrum are illustrated by mutual trust and support (Eichorn, 2006).
This confirms that if the relationship is primarily based on high-quality exchanges that
include more support, trust and mutual respect, there will be increased understanding and
communication. This would cause a change in the perception gap by aligning it rather than
disarranging it to a greater degree.
The LMX survey can be a useful indicator in higher job satisfaction and motivation
(Graen, Novak & Sommerkamp, 1982). LMX consists of 7 questions ranging from a 5-step
scale, ranging from one to five. This survey describes the relationship to the leader or to the
subordinate.
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Leadership styles can affect how an organization is led and what type of culture exists
that would influence the employee. Utilizing the Leader-Member Exchange survey will show
where an individual falls in the spectrum of higher or lower interactions. The Leader-member
exchange (LMX) exhibits multiple leadership styles and various behaviors that are dependent on
the quality of the relationship developed with subordinates. LMX suggests that the behaviors
used by managers are dependent on the quality of the relationship developed with subordinates
(Deacon, 2014). The LMX 7 scale assesses the degree to which leaders and followers have
mutual respect, a sense of mutual trust, and strong obligation to one another.

Full Range Leadership Model
This model explains the range of leadership styles or behaviors, ranging from
transformational to transactional to laissez faire leadership. The research established that both
transactional and transformation styles were effective in leading and in performance (Bass &
Avolio, 1993). This theory involves the full range of leadership that involves Transactional
behaviors such as laissez-faire management-by-exception and contingent rewards.
Transformational behaviors include individualized consideration, intellectual stimulation,
inspirational motivation and idealized influence (Barbuto & Cummins-Brown, 2007). Research
conducted in Nebraska by the Leadership Development Extension Leadership Workshops
verified that these four styles promote extra effort from employees, experience higher employee
satisfaction and productivity and greater organizational effectiveness as seen from the graph
below (Barbuto & Cummins-Brown, 2007).
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Figure 6. Leadership Development Extension graph

Barbuto & Cummins-Brown, 2007)

Employee Engagement
Engagement is defined by Kahn (1990) as: “the harnessing of organization members’
selves to their work roles; in engagement, people employ and express themselves physically,
cognitively, and emotionally during role performances”.
Engagement studies has found meaningfulness, safety, and availability were expressively related
to engagement (Kahn, 1990). An engaged employee has greater enthusiasm and positive
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tendencies to fully supporting the organization and its mission. Engagement consists of an
employee’s belief of dedication and effort in their work or overall attachment to their
organization and its mission (U.S. Office of Personnel Management). Employee engagement is a
means of improving employee’s performance and contributing to the energy and passion workers
have for their organization (Medlin & Greene, 2008). Whereas job satisfaction is a subset of
engagement, an employee could have satisfaction but not be engaged.
There are several drivers that serve as tangible examples of how key drivers can
positively influence employee engagement. The drivers are:
•

Offer a variety of award types (monetary and non-monetary) to recognize employee achievements

•

I have enough information to do my job well

•

I have sufficient resources (for example, people, materials, budget) to get my job done.

•

Highlights the importance of supervisor support of employees needs to balance work and non-work
priorities.

•

Budget for awards and recognition

•

Take time to recognize and personally thank those who are providing excellent service and/or going above
the call of duty

•

Recognize the contributions of employees in meaningful ways

•

Ensure agreement among leadership team on goals and objectives

•

Encourage executives, managers, and supervisors to mentor employees

•

Ensure meaningful distinctions are made between high and low performance, and incentives are provided
for exemplary performance

•

Provide feedback on assignments and deliverables as completed

•

Assess and fund training requirements

•

Support opportunities for growth and development
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•

Allow opportunities for cross-training and stretch assignments

(OPM, 2016)

The Federal government defined employee engagement as, “An employee’s sense of purpose
that is evident in their display of dedication, persistence, and effort in their work or overall
attachment to their organization and its mission (U.S. Office of Personnel Management). This
shows positively how engagement can affect employee morale.
New Perspective of Immediate Interest
Literature has led to an interest in how human resource departments facilitate change and
motivate employees, specifically in the areas of co-worker relationships and leader-follower
exchanges. Employee engagement is another area where research can be driven. Further interest
in programs and training in transformational and transactional leadership are to empower the
relationships further. Other styles such as servant leadership and authentic leadership could
heighten interest in further research.

Summary
The elements of leadership styles can affect how an organization is led and what type of
culture exists that would have an influence on the employee. Leadership styles such as
transformational, transactional, authentic, participative and servant leadership have been
researched and examined in a variety of literature.
Leaders display their own leadership behaviors and one’s perception would positively
affect the relationship. The key is to constantly monitor and check the outward expressions of an
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individual and apply the key principles of the leadership styles that can positively influence
others. Transformational and transactional leadership styles are the two considered for this study.
In transformational leadership, there exists a vision with high expectations that promotes
intelligence and personal attention (Bass, 1985). Transformational behavior styles generally
contribute to making the individual more engaged with extra effort from workers, as well as
higher productivity, morale and satisfaction. It brings increased organizational effectiveness,
lower turnover, lower absenteeism and increased adaptability to change (Barbuto & CumminsBrown, 2007). Literature shows the need of transactional and particularly transformational
leadership styles to be implemented in organizations. Current research confirms the demand for
these styles in organizations and in keeping employees engaged in their work.
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Chapter 3: Methodology

Introduction
The data will consist of a survey taken by the government employees regarding their
engagement using the Federal Employee Viewpoint Survey (FEVS). An analysis of the
secondary data from the federal government will be conducted. A total of 407,789 employees
responded to the survey out of the 889,590 to whom it was sent, for a response rate of 45.8%.
Survey participants represented 80 agencies across the Federal Government. The instrumentation
is a 98–item survey that includes 84 items that measure federal employees’ perceptions of
leadership. Of these questions, 71 will be utilized in this study, specifically those questions
pertaining to transformational, transactional, and employee engagement.
The survey was conducted electronically on the Internet. Electronic administration
facilitated the distribution, completion, and collection of the survey. To encourage higher
response rates, multiple follow-up emails were sent to sample members. Since 2014, the
Employee Engagement Index score has increased two percentage points. Agencies have been
sharing and implementing practices to improve engagement (OPM, 2016). This research will
show specific factors that support conditions for achieving an engaged workforce (OPM, 2016).
Sample
The sample consisted of 407,789 employees that responded to the survey out of the
889,590 to whom it was sent, for a response rate of 45.8%. Survey participants represent 80
agencies across the Federal Government and consisted of full–time, part–time permanent and
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non–seasonal employees which were invited to participate in the survey (OPM, 2016). The 98item survey includes 84 items that measure Federal employees’ perceptions about how
effectively agencies manage their workforce, as well as 14 demographic questions. Seventy-one
(71) questions will be utilized in this study to measure the relationships. The questions under
Appendix B show the relationship to the variables corresponding to the numbered questions.
Instrumentation
The survey is grouped into eight topic areas: (1) Personal Work Experiences, (2) Work
Unit, (3) Agency, (4) Supervisor, (5) Leadership, (6) Satisfaction, (7) Work/Life Programs, and
(8) Demographics. The survey was a self-administered Web survey and organized in two waves,
with approximately a 6–week administration timeframe (OPM, 2016). Data collected from the
2016 survey respondents were weighted for accuracy. Unweighted data could produce bias of the
population based on a variety of response rates among the various demographic groups the
survey was administered to ensure that the results are statistically unbiased (OPM, 2016). Most
of the items had six response categories: Strongly Agree, Agree, Neither Agree nor Disagree,
Disagree, Strongly Disagree, and No Basis to Judge/Do Not Know. The weights account for
variable probabilities across the sample domains, nonresponse, and known demographic
characteristics of the survey population (OPM, 2016).
The survey was a non-experimental case study. The variables are measured at one point
in time. The measurement comprised of no experimental controls which occurred in their natural
setting. The response rate of 45.8 (45.9, rounded) comes from the Number of eligible employees
returning completed surveys / (Number of known eligible employees + estimated number of
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eligible employees among cases of unknown eligibility). It was calculated as follows::
RR3AAPOR = ER / (EER + ENR + UNKelig ) * 100,,
RR3AAPOR = 407,789// 887,844 * 100
= 45.9 percent

Demographic Characteristics
In Table 1, under Age Group, there revealed a greater number of respondents over forty
than under forty. Male respondents were higher compared to females and non-minorities had an
increased response rate compared to minorities. Non-supervisory employees had greater
response rates compared to Supervisory employees.

Table 1. Summary of Sample Demographic Characteristics
N

%

Age Group
Under 40
Forty and Over

N

%

Gender
90,767 22
315,735 78

Supervisory
Experience

197,330 51
185965 49

Male
Female

Ethnicity

Non-Supervisor

254,037 65

Leader

135,004 35

241,754 65

NonMinorities
Minorities

129,692 35
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Independent Variables
The levels of measurement for the independent variable indicators of transactional and
transformational leadership behaviors will be at the ordinal level. They are categorized into
categories based on the five-point Likert scales with a neutral category. These measurements will
be used to create continuous, interval level indices because they consist of continuous scales
from one to five (Trottier, 2005). The responses will be based on five-point Likert scales and
range from very dissatisfied (1) to very satisfied (5), or strongly disagree (1) to strongly agree
(5).
The following nine questions will be grouped under transformational leadership
behaviors. The questions measuring transformational leadership are, “My training needs are
assessed,” “Managers promote communication among different work units,” “Supervisors in my
work unit support employee development,” “My supervisor supports my need to balance work
and other life issues,” “Managers communicate the goals and priorities of the organization,”
“Employees have a feeling of personal empowerment and ownership of work processes,” “My
supervisor provides me with opportunities to demonstrate my leadership skills,” “I feel
encouraged to come up with new and better ways of doing things” and “In my organization,
leaders generate high levels of motivation and commitment in the workforce.”

The following nine questions will be grouped under transactional leadership behaviors.
The questions measuring transactional leadership are, “In my work unit, differences in
performance are recognized in a meaningful way,” “Selections for promotions in my work unit
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are based on merit,” “Awards in my work unit depend on how well employees perform their
jobs,” “High-performing employees in my work unit are recognized or rewarded on a timely
basis,” “Employees are rewarded for providing high quality products and services to customers,”
“My performance appraisal is a fair reflection of my performance,” “Discussions with my
supervisor/team-leader about my performance are worthwhile,” “I am given a real opportunity to
improve my skills in my organization,” and “In my work unit, steps are taken to deal with a poor
performer who cannot or will not improve.”
Values of one (1) indicate the lowest level of the respondent’s perception or negative
reaction for transformational and transaction leadership behavior in the organization, while five
(5) indicate the highest level of the respondent’s perception or positive reaction for
transformational and transactional leadership behaviors in the organization. The values of four
(4) and five (5) will be grouped together indicating a highly favorable reaction or perception
towards transformational and transactional leadership and will be coded as one (1). The values of
one (1), two (2) and three (3) will be grouped together indicating a nonexistent or low/negative
perception of transformational and transactional leadership behaviors and be will coded zero (0).
Recoding the data supported whether the correlations existed and what the relationship was
between the leadership styles.
Dependent Variable
The dependent variable indicators will be combined to create indices in continuous,
interval level data. One (1) indicates the lowest level of employee engagement and five (5)
indicates the highest level of employee engagement. The following fifteen questions will be
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grouped under employee engagement. The questions are, “In my organization, leaders generate
high levels of motivation and commitment in the workforce,” “My organization's leaders
maintain high standards of honesty and integrity,” “Managers communicate the goals and
priorities of the organization,” “Overall, how good a job do you feel is being done by the
manager directly above your immediate supervisor?”, “I have a high level of respect for my
organization's senior leaders,” “Supervisors in my work unit support employee development,”
“My supervisor listens to what I have to say,” “My supervisor treats me with respect,” “I have
trust and confidence in my supervisor,” “Overall, how good a job do you feel is being done by
your immediate supervisor?”, “I feel encouraged to come up with new and better ways of doing
things,” “My work gives me a feeling of personal accomplishment”, “My talents are used well in
the workplace,” “I know what is expected of me on the job”, .and “I know how my work relates
to the agency's goals and priorities.”
To examine the internal reliability of the data, the Cronbach alphas measurement was
utilized. This will measure the correlation of the variables which show .80 to 1.00 being highly
reliable, with moderate reliability of .70 to .80 still acceptable for most analysis. Below .70 is
poor but can be utilized if there are no better alternative measurements to select from. The values
of four (4) and five (5) will be grouped together indicating a highly favorable reaction or
perception towards employee engagement.
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Variables
Independent Variable
Transformational Leadership
(culture is considered key to
employee satisfaction,
productivity and success;
focused on the needs of others
and generates awareness and
acceptance of the organizations’
mission)

Definition

My training needs are assessed.
Managers promote communication among different work
units.
Supervisors in my work unit support employee
development.
My supervisor supports my need to balance work and other
life issues.
Managers communicate the goals and priorities of the
organization.
Employees have a feeling of personal empowerment and
ownership of work processes.
My supervisor provides me with opportunities to
demonstrate my leadership skills.
I feel encouraged to come up with new and better ways of
doing things.
In my organization, leaders generate high levels of
motivation and commitment in the workforce.
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Independent Variable
Transactional Leadership
(managerial leadership, focuses
on supervision, organization,
and group performance. Uses
rewards and punishments to
motivate followers)

In my work unit, differences in performance are recognized
in a meaningful way.
In my work unit, steps are taken to deal with a poor
performer who cannot or will not improve.
Selections for promotions in my work unit are based on
merit.
Awards in my work unit depend on how well employees
perform their jobs.
My supervisor provides me with constructive suggestions
to improve my job performance.
In my most recent performance appraisal, I understood
what I had to do to be rated at different performance levels.
My performance appraisal is a fair reflection of my
performance.
Discussions with my supervisor/team-leader about my
performance are worthwhile.
I am given a real opportunity to improve my skills in my
organization.
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Dependent Variable
Employee Engagement
(Giving of their best each day
while being committed to their
organization’s goals and values;
motivated to fulfill their
organizations’ mission with
an enhanced sense of
emotional commitment and
awareness)

In my organization, leaders generate high levels of
motivation and commitment in the workforce.
My organization's leaders maintain high standards of
honesty and integrity.
Managers communicate the goals and priorities of the
organization.
Overall, how good a job do you feel is being done by the
manager directly above your immediate supervisor?
I have a high level of respect for my organization's senior
leaders.
Supervisors in my work unit support employee
development.
My supervisor listens to what I have to say.
My supervisor treats me with respect.
I have trust and confidence in my supervisor.
Overall, how good a job do you feel is being done by your
immediate supervisor?
I feel encouraged to come up with new and better ways of
doing things.
My work gives me a feeling of personal accomplishment.
My talents are used well in the workplace.
I know what is expected of me on the job.
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I know how my work relates to the agency's goals and
priorities.

Control Variables
The control variables in this research include the responders’ gender, age group,
supervisory status and ethnicity. For gender, there are dichotomous variables with two response
categories, male and female. This variable will be coded with zero (0) for females and one (1) for
males. For Age Group, the variables will be coded with zero (0) for under 40 and one (1) for
forty and over. Each of the questions use the Likert scale that ranges from either strongly
disagree (1) to strongly agree (5), or very dissatisfied (1) to very satisfied (5). For Supervisory
status, non-supervisor/team leader will be coded zero (0) and supervisor/manager/senior leader
as one (1). In Ethnicity, minorities will be coded zero (0) and non-minorities (White) will be
coded one (1).
Table 1-A shows transformational leadership behaviors and the nine associated questions
that will be used in this study to measure the employees’ perception. The results range from 0.74
to 0.95 in the CFA Factor Loading (Reliability) results. Table 1-B shows transactional leadership
behaviors and the nine associated questions pertaining to employees’ perception. The CFA
Factor Loading (Reliability) results range from 0.78 to.95
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Table 1-A. FEVS CFA Factor Loading-Transformational Leadership

FEVS Items-Transformational

§
§
§
§
§
§
§
§
§

CFA Factor
Loading (Reliability)

My training needs are assessed.
Managers promote communication among different work units.
Supervisors in my work unit support employee development.
My supervisor supports my need to balance work and other life issues.
Managers communicate the goals and priorities of the organization.
Employees have a feeling of personal empowerment and ownership of work processes.
My supervisor provides me with opportunities to demonstrate my leadership skills.
I feel encouraged to come up with new and better ways of doing things.
In my organization, leaders generate high levels of motivation and commitment in
the workforce.

0.80
0.95
0.87
0.78
0.74
0.77
0.86
0.81
0.91

Table 1-B. FEVS CFA Factor Loading-Transactional Leadership

FEVS Items-Transactional

§
§
§
§
§
§
§
§
§

CFA Factor
Loading

(Reliability)

In my work unit, differences in performance are recognized in a meaningful way.
Selections for promotions in my work unit are based on merit.
Awards in my work unit depend on how well employees perform their jobs.
My supervisor provides me with constructive suggestions to improve my job performance.
In my most recent performance appraisal, I understood what I had to do to be rated
at different performance levels.
My performance appraisal is a fair reflection of my performance.
Discussions with my supervisor/team-leader about my performance are worthwhile.
I am given a real opportunity to improve my skills in my organization.
In my work unit, steps are taken to deal with a poor performer who cannot or
will not improve.
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0.90
0.82
0.87
0.93
0.80
0.85
0.95
0.83
0.78

Table 1-C. FEVS CFA Factor Loading-Employee Engagement
FEVS Items-Employee Engagement

CFA Factor Loading
Reliability)

§ In my organization, senior leaders generate high levels of motivation and
commitment in the workforce.
§ My organization's senior leaders maintain high standards of honesty and
integrity.
§ Managers communicate the goals and priorities of the organization.
§ Overall, how good a job do you feel is being done by the manager directly
above your immediate supervisor?
§ I have a high level of respect for my organization’s senior leaders.
§
§
§
§
§

§
§
§
§
§

0.90
0.90
0.78
0.80
0.90

Supervisors in my work unit support employee development.
My supervisor listens to what I have to say.
My supervisor treats me with respect.
I have trust and confidence in my supervisor.
Overall, how good a job do you feel is being done by your immediate
supervisor?

0.81
0.92
0.91
0.94

I feel encouraged to come up with new and better ways of doing things.
My work gives me a feeling of personal accomplishment.
I know what is expected of me on the job.
My talents are used well in the workplace.
I know how my work relates to the agency's goals and priorities.

0.82
0.79
0.75
0.82
0.71

0.90

Table 1-C shows employee engagement and the fifteen associated questions pertaining to
employees’ perception. The CFA Factor Loading (Reliability) results range from 0.71 to 0.94.
Based on the CFA Factor Loading (Reliability) results, every question shows greater than 0.74.
Based on the collection of the items or the scale, the scale is considered to be reliable.
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Data Analysis
In measuring the data, regression analysis will be utilized, along with descriptive
statistics and correlation. Using this analysis will help with trustworthiness and lead to a higher
statistical significance. Simple regression was performed to examine the effect of the two
independent variables (transformational and transactional leadership) on the dependent variable
(employee engagement). Regression was also performed to examine the relationship between the
two leadership behaviors and perceived employee engagement. Data will be evaluated for
univariate normality using skewness values with normal curve overlay. Data will also examine
requisite statistical assumptions such as linearity, collinearity and homoscedasticity. A linear
regression will be conducted to answer the research question. Effect sizes for all regressions
were reported as R2. Cohen (1988) specified the following interpretive guidelines for R2: .010.299 as small; .300-.499 as medium; and ≥ .500 as large. The theoretical framework and model
used includes Bass’ Full Range Leadership Model and LMX Theory.
Tse indicated that email survey response rates typically range from 6% to 75% (Tse et al.,
1995); this falls within this range for a degree of confidence. The reliability of each measurement
was determined by Cronbach alphas as it measures the correlation of variables from zero to one
(Trottier, 2005). Values within the range from .80 to 1.00 are highly reliable, while values
between .70 and .80 are moderately reliable. Moderate reliability is still considered acceptable
for most statistical analysis (Berman, 2001).
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Figure 7. Studies Supporting Validity and Reliability
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Table 2
Selected Studies Supporting Validity and Reliability of MSQ Short Form Scores

Study

Validity Evidence

Reliability Evidence

Buitendach
& Rothmann
(2009)

Factor analysis results
supported viability of intrinsic
and extrinsic factors.

Alpha reliability coefficients for
the extrinsic, intrinsic, and
general scales, respectively,
were .82, .79 and .86.

Cook,
Hepworth,
Wall, &
Warr, (1981)

Reviewed a variety of past
studies finding support for the
intrinsic and extrinsic factors.

Dhammika,
Ahmad, &
Sam, (2012).

Factor analysis results
supported a 2-factor solution in
which 17 of the 20 MSQ items
appropriately identified with
intrinsic and extrinsic factors.

Schriesheim,
Powers,
Scandura,
Gardiner, &
Landau,
(1993).

Intuitive judgment panels and
Q-sorting supported intrinsic
and extrinsic scales. Some
items were classified into the
opposite factor.

Weiss,
Dawis,
England, &
Lofquist,
(1966).

Divergent validity evidence
substantiated by presentation
of low correlations between
MSQ scores and a measure of
“satisfactoriness”

Weiss,
Dawis,
England, &
Lofquist,
(1967).

(Turney,

Alpha reliability coefficients for
extrinsic and intrinsic subscales,
respectively, were .79 and .64.

Internal consistency coefficients
for intrinsic, extrinsic, and
general satisfaction scores
ranged from .77 to .92. General
satisfaction stability coefficients
were .89 for one week score
comparisons and .70 for one
year score comparisons.

2013)

The table above shows the validity and reliability framework in measuring factor analysis.
Generally, .70 and above reflects greater reliability evidence.
Hypothesis

Research Question 1. What are the predictive effects of transformational and
transactional leadership behaviors on Employee Engagement?
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Hypothesis 1. Transformational and transactional leadership behaviors impact employee
engagement.

H01: There is not a statistically significant difference of transformational and
transactional leadership behaviors associated with employee engagement.
H11: There is a statistically significant difference of transformational and
transactional leadership behaviors positively associated with employee
engagement.

Hypothesis 2. Transformational leadership behaviors will be a greater predictor of
employee engagement than transactional leadership behaviors.
H02: There is not a statistically significant difference of transformational
leadership behaviors having a greater effect towards employee engagement than
transactional leadership behaviors.
H12: There is a statistically significant difference of transformational leadership
behaviors having a greater effect towards employee engagement than
transactional leadership behaviors.
Anticipated Results
The anticipated results will show how federal employees view leadership styles and how
transformational and transactional leadership styles impact employee engagement. The results
will show that both transformational and transactional leadership behaviors contribute to greater
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employee satisfaction and engagement. The research questions will show there is a relationship
and the hypothesis showing negative associations would be rejected. The alpha reliability
coefficients would be significant and elevated.
Conclusion
The research will show the importance of the relationship between transformational and
transactional leadership patterns and employee engagement. There have been various theories of
what type of leadership is ideal or suitable for a group or organization. Between employees and
their leadership, there can exist gaps in perception that can cause various problems in any
organization. Leadership styles can vary greatly and what is perceived from one employee can be
very different from the actual way the organization is led. The significance of this study will
show the importance of evaluating and measuring employee’s engagement and the benefits it
brings to their respective organizations.
It is proposed that both transformational and transactional leadership styles will have a
positive effect on employee engagement, with transformational having greater influence. Bass
(1985), being on the forefront of leadership studies, determined that transactional and
transformational leadership styles are related to effectiveness. Transactional traits in his model
were less associated to effectiveness than transformational traits.
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Chapter Four: Results

The following section will show the results based on the relationship between the
independent variables of transformational and transactional leadership and the dependent
variable of employee engagement. A variety of analytical tests will be performed to conclude
what the relationship is between the variables and question the validity of the hypothesis.
Regression analysis, along with descriptive statistics and correlation will be discussed and
summarized.

Descriptive Statistics
The following table shows the descriptive statistics for both the independent and
dependent variables, in addition for the control variables. The mean for engagement is 9.77,
while transformational shows at 5.25 and transactional at 4.73 (n=407789). Employee
engagement had a mean of 9.77 with a standard deviation of 4.6. Transformational leadership
had a mean of 5.25 with a standard deviation of 3.0 and transactional leadership had a mean of
4.73 and a standard deviation of 2.9. In completing the study, all the dependent and independent
variables show a slight negative skewness, which is common in testing normality for the
skewness of a distribution (Tabachnick & Fidell, 2005).
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The first control variable (Gender) show a mean of .52 with a .500 standard deviation.
Supervisory experience shows .409 with a mean of .21 and age group as .412 and a mean of
.78. Minority status indicates a measure of .476 as a standard deviation and a mean of .65.

Table 2. Descriptive Statistics
Std.
N

Minimum

Maximum

Mean

Deviation

Statistic

Statistic

Statistic

Statistic

Statistic

Skewness
Statistic

Std. Error

Engagement

407789

0

15

9.77

4.600

-.517

.004

Transformational

407789

0

9

5.25

3.000

-.281

.004

Transactional

407789

0

9

4.73

2.897

-.081

.004

Gender

375094

0

1

.52

.500

-.063

.004

Supervisory

379055

0

1

.21

.409

1.409

.004

Age Group

394144

0

1

.78

.412

-1.379

.004

Minority Status

365304

0

1

.65

.476

-.646

.004

Valid N (listwise)

363688

Status

Table 2-A, 2-B and 2-C give the descriptive statistics of engagement,
transformational and transactional behaviors and their associated questions.
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Table 2-A. Descriptive Statistics Engagement
Std.
N

Minimum

Maximum

Mean

Deviation

New Ideas

333348

1

5

3.65

1.315

Accomplishment

349815

1

5

4.00

1.122

Expectations

358802

1

5

4.10

.977

Talents are Used

331179

1

5

3.53

1.314

Relates to Goals

365274

1

5

4.19

.884

Support

329597

1

5

3.95

1.216

Supervisor Listens

356169

1

5

4.18

1.064

Supervisor is

362084

1

5

4.29

.993

339760

1

5

4.02

1.261

334838

1

5

4.21

1.129

298172

1

5

3.11

1.442

316511

1

5

3.68

1.218

301837

1

5

3.57

1.386

292314

1

5

3.81

1.307

285843

1

5

3.51

1.397

Development

respectful
Trust in my
Supervisor
Overall Job by
Supervisor
Leaders have
Motivation
Managers
Communicate
Goals
High Level of
Respect for
Leaders
Overall
Performance of
your Supervisor’s
Leader
Leaders maintain
High Standards of
Honetsty/Inteegrity
Valid N (listwise)

107455
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Table 2-B. Descriptive Statistics Transformational
N
Come up with New

Minimum

Maximum

Mean

Std. Deviation

333348

1

5

3.65

1.315

311138

1

5

3.46

1.322

298261

1

5

3.24

1.339

361670

1

5

4.24

1.037

336376

1

5

3.97

1.226

329597

1

5

3.95

1.216

298172

1

5

3.11

1.442

316511

1

5

3.68

1.218

300466

1

5

3.46

1.342

and Better Ways
Training Needs are
Assessed
Personal
Empowerment
Supervisor
supports Balance
Opportunity to use
Leadership Skills
Supervisor
supports Employee
Development
Leaders generate
High Motivation
Managers
Communicate
Goals
Managers Promote
Communication
Among Units
Valid N (listwise)

127824
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Table 2-C. Descriptive Statistics Transactional

N
Opportunity to

Minimum

Maximum

Mean

Std. Deviation

344842

1

5

3.74

1.213

345623

1

5

3.90

1.190

343602

1

5

3.87

1.229

275730

1

5

2.98

1.474

263147

1

5

2.74

1.430

275557

1

5

2.94

1.413

285684

1

5

3.17

1.429

326278

1

5

3.88

1.278

324647

1

5

3.86

1.261

Improve Skills
Performance
Appraisal is Fair
Understood
Performance
Appraisal Ratings
Promotions are
Based on Merit
Steps are taken
Dealing with Poor
Performance
Performance is
Recognized
Awards are given
Depending on
Performance
Discussions about
Performance are
Worthwhile
Constructive
Suggestions for
Improvement
Valid N (listwise)

101154

Correlation Analysis
In determining the relationship between the variables, bivariate correlations were
performed. In defining the correlations, Cohen (1988) research dictated that large correlations
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had r values greater than .50. Cohen (1988) further stated r values less than .30 have small
correlations and less than .50 have medium correlations. In this study, there existed positive or
high correlations between transformational and transactional leadership with employee
engagement (Table 3). The relationship between transformational leadership and employee
engagement is very strong (r=.917). There also exists a strong relationship between
transactional leadership behaviors and employee engagement (r=.785) but not quite as strong as
transformational leadership. Based on the data of the two leadership behaviors, both
transformational and transactional show strong correlations with employee engagement. This
suggests both leadership behaviors are effective in influencing engagement. Whereas
transformational leadership has more of an effect on engagement, both are significant in its
application.

Regression Analysis
Regression analysis was run to examine the relationship between the independent and
dependent variables. Regression analysis was performed to better understand the bivariate
association between the independent variables, transformational and transactional leadership
behaviors and the dependent variable, employee engagement. This measurement can then assess
the goodness of fit of the regression model.
The minimum R2 values of 0.67, 0.33, and 0.19 specify substantial, moderate, and weak
variation, respectively (Chin, 1998). In Table 3, the bivariate correlation for transformational is
.917 while transactional is .785. As part of the Cauchy-Schwarz inequality, the value shows
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greater than 0 which explains its positive linear correlation (Pearson, 1895). Berman (2001) also
suggested that the coefficient of determination greater than .65 are very strong.
Table 3. Regression Analysis-Transformational and Transactional

Engagement
Engagement

Pearson Correlation

1

Sig. (2-tailed)
N
Transformational

Pearson Correlation

.785

.917

Pearson Correlation

407789

407789

407789

**

1

N

.790

**

.000

407789

407789

407789

**

**

1

.785

Sig. (2-tailed)

**

.000

.000

N
Transactional

Transactional

**

.000

.917

Sig. (2-tailed)

Transformational

.790

.000

.000

407789

407789

407789

In the regression analysis as stated before, Cohen (1988) interpreted guidelines for R2 as .010.299 (small); .300-.499 (medium); and ≥ .500 (large). Setting the predictors as transactional and
transformational leadership behaviors (r2=.851), there indicates a large or strong variance
between the variables (Table 3-B). There appears to be a linear relationship and the linearity and
homoscedasticity indicates no violation. The VIF value of 2.658 (Table 3-A) show no concern
for multicollinearity.
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Table 3-A. Regression Analysis-Transformational and Transactional VIF

Unstandardized Coefficients
Model
1

B

Std. Error

Collinearity Statistics
Tolerance

VIF

(Constant)

2.206

.006

Transformational

1.209

.002

.376

2.658

.258

.002

.376

2.658

Transactional
a. Dependent Variable: Engagement

Table 3-B. R Analysis Transformational and Transactional

Model
1

R
.922

R Square
a

.851

Adjusted R

Std. Error of the

Square

Estimate
.851

1.777

a. Predictors: (Constant), Transactional, Transformational

A multiple regression analysis was completed to determine the relationship between the
dependent and independent variables. First, the relationship between the combined
transformational and transactional leadership behaviors and employee engagement was
examined (F=339828, p<.0005). The analysis from Table 4 demonstrates that (B=.777,
t=730.841) transformational leadership has the most influence over transactional leadership. The
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coefficient of determination is significant (r2=.849) indicating that the combined
transformational and transactional leadership behaviors explain 84.9% of the variance of
employee engagement.
A multiple regression analysis was conducted to analyze the two leadership behaviors
while controlling for gender, supervisory status, age group and minority status as control groups.
They indicate that both transformational (B=.777, t=730.841, p<.0005) and transactional
(B=.179, t=166.904, p<.0005) leadership behaviors are significant in explaining the relationship
or influence on the dependent variable (Table 4-B). Transformational leadership has the largest
influence or correlation on the dependent variable. Minority status followed (B=0.13, t=20.359,
p<.0005) but did not have a significant influence on employee engagement, as gender,
supervisory status and age group revealed the same.

Table 4. R Analysis Transformational and Transactional
with Control Groups
Model
1

R
.921

R Square
a

Adjusted R

Std. Error of the

Square

Estimate

.849

.849

1.762

a. Predictors: (Constant), Minority Status, Age Group, Transactional,
Gender, Supervisory Status, Transformational
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Table 4-A. Regression Analysis Transformational and Transactional
Model
1

Sum of Squares

df

Mean Square

Regression

6327038.188

6

1054506.365

Residual

1128522.448

363681

3.103

Total

7455560.636

363687

F

Sig.

339828.357

.000

b

a. Dependent Variable: Engagement
b. Predictors: (Constant), Minority Status, Age Group, Transactional, Gender, Supervisory Status,
Transformational

Table 4-B. Regression Analysis with Control Groups Transformational and
Transactional
Standardized
Unstandardized Coefficients
Model
1

B

Std. Error

(Constant)

2.300

.010

Transformational

1.185

.002

.279

Gender
Supervisory Status

Coefficients
Beta

t

Sig.

241.782

.000

.777

730.841

.000

.002

.179

166.904

.000

-.088

.006

-.010

-14.950

.000

-.282

.007

-.026

-38.270

.000

Age Group

.002

.007

.000

.259

.796

Minority Status

.126

.006

.013

20.359

.000

Transactional

a. Dependent Variable: Engagement

A multiple regression analysis was completed to determine the relationship between
transformational leadership and employee engagement. The results indicate (F=373606,
p<.0005) that transformational leadership has a great influence over employee engagement. The
coefficient of determination is significant (r2=.837) indicating that transformational leadership
behaviors explain 83.7% of the variance of employment engagement (Table 5).
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A multiple regression analysis was conducted to analyze transformational leadership
behaviors while controlling for gender, supervisory status, age group and minority status as
control groups. They indicate that transformational (B=.916, t=1351.864, p<.0005) leadership
behaviors are significant in explaining the relationship or influence on the dependent variable
(Table 5-B). Transformational leadership has the largest influence or correlation on the
dependent variable. Minority status followed (B=0.14, t=20.909, p<.0005) but did not have a
significant influence on employee engagement, as gender, supervisory status and age group
revealed the same.

Table 5. R Analysis Transformational
Model

R

1

Adjusted R

Std. Error of the

Square

Estimate

R Square
.915

a

.837

.837

1.828

a. Predictors: (Constant), Minority Status, Age Group, Transformational,
Gender, Supervisory Status

Table 5-A. Regression Analysis Transformational
Model
1

Sum of Squares

df

Mean Square

Regression

6240596.599

5

1248119.320

Residual

1214964.037

363682

3.341

Total

7455560.636

363687

F
373606.557

Sig.
.000

a. Dependent Variable: Engagement
b. Predictors: (Constant), Minority Status, Age Group, Transformational, Gender, Supervisory Status
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b

Table 5-B. Regression Analysis Transformational with Control Groups
Unstandardized
Coefficients
Model
1

B

Standardized
Coefficients

Std. Error

Beta

(Constant)

2.438

.010

Transformational

1.399

.001

Gender

-.056

Supervisory Status

t

Sig.

247.979

.000

.916

1351.864

.000

.006

-.006

-9.163

.000

-.136

.008

-.012

-17.926

.000

Age Group

.003

.007

.000

.360

.719

Minority Status

.134

.006

.014

20.909

.000

a. Dependent Variable: Engagement

A multiple regression analysis was completed to determine the relationship between
transactional leadership and employee engagement. The results indicate (F=121915, p<.0005)
that transactional leadership has a strong influence over employee engagement. The coefficient
of determination is significant (r2=.626) indicating that the transformational leadership behaviors
explain 62.6% of the variance of employmee engagement (Table 6). Though not as high as
transformational leadership, transactional leadership behaviors are still highly correlated with
engagement showing above .50 (Cohen, 1988).
A multiple regression analysis was conducted to analyze transactional leadership
behaviors while controlling for gender, supervisory status, age group and minority status as
control groups. In this case, they indicate that transactional (B=.796, t=769.360, p<.0005)
leadership behaviors are significant in explaining the relationship or influence on the dependent
variable (Table 6-B).
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Transactional leadership has the largest influence or correlation on the dependent variable
in this model. Minority status followed (B=0.13, t=12.573, p<.0005) but did not have a
significant influence on employee engagement, as gender, supervisory status and age group
revealed the same.

Table 6. R Analysis Transactional
Model

R

1

R Square
.791

a

Adjusted R

Std. Error of the

Square

Estimate

.626

.626

2.768

a. Predictors: (Constant), Minority Status, Age Group, Transactional, Gender,
Supervisory Status

Table 6-A. Regression Analysis Transactional
Sum of
Model
1

Squares

Mean
df

Square

F
121915.183

Regression

4669605.177

5

933921.035

Residual

2785955.459

363682

7.660

Total

7455560.636

363687

Sig.

a. Dependent Variable: Engagement
b. Predictors: (Constant), Minority Status, Age Group, Transactional, Gender, Supervisory
Status
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.000

b

Table 6-B. Regression Analysis Transactional with Control Groups
Unstandardized
Coefficients
Model
1

B

Coefficients

Std. Error

Beta

(Constant)

4.234

.014

Transactional

1.244

.002

Gender

-.210

Supervisory Status
Age Group
Minority Status

Standardized

t

Sig.

294.920

.000

.796

769.360

.000

.009

-.023

-22.660

.000

-.276

.012

-.025

-23.886

.000

-.146

.011

-.013

-13.014

.000

.122

.010

.013

12.573

.000

a. Dependent Variable: Engagement

The following is the hypothesis that was examined in the research:

Hypothesis 1. Transformational and transactional leadership behaviors impact
employee engagement.

H01: There is not a statistically significant difference of transformational
and transactional leadership behaviors associated with employee
engagement.
H11: There is a statistically significant difference of transformational and
transactional leadership behaviors positively associated with employee
engagement.
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Hypothesis 2. Transformational leadership behaviors will be a greater predictor of
employee engagement than transactional leadership behaviors.
H02: There is not a statistically significant difference of transformational
leadership behaviors having a greater effect towards employee
engagement than transactional leadership behaviors.
H12: There is a statistically significant difference of transformational
leadership behaviors having a greater effect towards employee
engagement than transactional leadership behaviors.

Hypotheses 1 and 2 were tested as discussed in the previously chapter. Based on
the results, there shows evidence of support for both Hypothesis 1 and Hypothesis 2.
There is validity for Hypothesis 1 as both transformational and transactional leadership
behaviors do impact employee engagement. The null hypothesis stated there was no
statistically significant difference of transformational and transactional leadership
behaviors associated with employee engagement. This was rejected as there is a positive
impact.

There is validity for Hypothesis 2 how transformational leadership behaviors will be a
greater predictor of employee engagement than transactional leadership behaviors. The null
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hypothesis stated there is not a statistically significant difference of transformational leadership
behaviors having a greater effect towards employee engagement than transactional leadership
behaviors. This was rejected as there is a statistically significant difference of transformational
leadership behaviors having a greater effect towards employee engagement than transactional
leadership behaviors.

Summary
According to the research, both leadership behaviors impacted employee engagement.
Transformational was clearly more influential but both manifested strong relationships. The
regression analysis supports the evidence of the strong association between the variables. Within
the control groups, there was not any clear evidence of one group being impacted between the
two leadership behaviors and employee engagement. The hypotheses are supported by the strong
association between the variables.
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Chapter 5: Conclusion
The research question asks what are the predictive effects of transformational and
transactional leadership behaviors on Employee Engagement. Based on the analysis of the
Federal Employee Viewpoint Survey, transformational and transactional leadership behaviors are
strong predictors of employee engagement. Notably, transformational leadership has a greater
effect. The first hypothesis asks if transformational and transactional leadership impact employee
engagement. Based on the results, there is a positive correlation and there is a statistically
significant impact on engagement.
In the second hypothesis, results also show there is a greater predictor of transformational
leadership having an impact on employee engagement than transactional leadership behaviors.
Though transformational leadership behaviors show a greater impact over transactional
leadership behaviors, both are significant. As transformational behaviors are based on idealized
influence (charisma), inspirational motivation, intellectual stimulation, individualized
consideration, contingent reward, management-by-exception, and laissez-faire (Bass & Avolio,
1990b) leadership styles, this style tends to have a greater impact on the employee or individual
and leads them beyond their prescribed roles (Rodrigues & Ferreira, 2015). Transformational
leadership goes beyond rewards or punishments to a higher level; the work itself becomes the
motivation, not money, fame, or promotion. This can be one of the purest forms of motivation as
it is deeply imbedded within their persona.
The regression testing confirms that transformational and transactional leadership (.837
and .626) are influential in what the employee’s perception is towards effective leadership.
Transformational leadership does have a stronger impact than transactional leadership but both
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are strong in the relationship they have towards leadership. Engagement is more than just
satisfaction. The research manifested the strong association between how engaged the employees
are and both leadership behaviors. This validates that organizations in general should implement
leadership programs or training to raise awareness of these leadership behaviors and the impact
they can have on employees.
The result of engaged employees can bring benefits to organizations. According to the
Gallup Organization in a meta-analysis of 1.4 million employees, there was 22% higher
productivity. Work units in the top quartile in employee engagement outperformed bottomquartile units by 10% on customer ratings, 22% in profitability, and 21% in productivity.
According to Gallup, “Work units in the top quartile also saw significantly lower turnover (25%
in high-turnover organizations, 65% in low-turnover organizations), shrinkage (28%), and
absenteeism (37%) and fewer safety incidents (48%), patient safety incidents (41%), and quality
defects (41%)” (Baldoni, 2013). The benefits of this research could bring about further training
and leadership programs that organizations could implement in increasing employee
engagement. As engagement is beneficial for organizations, it would be advantageous for all
organizations to find ways to increase their employee’s engagement through leadership. A
number of organizations have leadership academy’s or universities that train their internal
employees. More organizations are implementing leadership programs. This research can open
opportunities for specific leadership training in transformational and transactional behaviors. As
research shows the benefits of employing this type of leadership, organizations could use the
training to develop or strengthen its use within its employees. Supervisors would know what
specific areas to work on. This research confirms the attributes needed by those in leadership
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positions. The results point to not only a more productive and invested employee, but notable
results that will benefit any organization using these leadership styles.
As the research revealed the high correlations between the two leadership behaviors,
transactional is more common and practiced among organizations. Employees are drawn towards
transactional leadership practices with monetary and contingent rewards, performance-based
incentives and supervision. Transformational leadership produces more employee investment in
the organization. It centers on the employee believing in the mission of the organization and
taking a vested interest in fulfilling it. As transformational leadership is less common, it is
imperative organizations help incorporate it more among their employees from the benefits
gained. Transformational leadership is named for the reason by what it can do, which is
transform. If the organization can instill this leadership and have it part of their culture, changes
will take place that will great rewards.

Future Research
This study examined the perception of how employees view leadership. Further research
on how executives perceive their own leadership styles and the results of their engagement could
be beneficial. Results from additional studies on leadership programs or training for federal
employees could increase awareness for further research.
There could be an expansion on control groups which could bring more insight into how
they respond to different leadership styles. There are a variety of other leadership styles or
behaviors that were not analyzed, which further research could show. Finally, implementing this
research, beyond the federal government, to private organizations, healthcare, education,
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manufacturing and other services could be advantageous for implementing leadership
expectations in these workplaces. As this research did not focus in depth on gender, age,
supervisory status and ethnicity, future research could focus on these control groups.
Though both leadership behaviors are essential, organizations should invest heavily in
teaching transformational leadership as the future could be influenced by how this style is used
amongst employees. Future research into authentic and servant leadership would be worthwhile
in understanding the effects these leadership styles have on individuals. Producing more studies
and research into transformational leadership would help in implementing this leadership style in
organizations. The increased exposure could help raise awareness. There are substantial
opportunities to further the exploration of what leadership is and how it changes organizations.
Leadership does have an influence and depending on how it is utilized it will either elevate or
diminish an organization’s success.
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Appendix A: EEI
Definitions and Survey Items of Drivers for EEI and Subfactors
Driver and Definition

Performance Feedback
Emphasizes the need for
ongoing employee feedback to
support and sustain progress
toward achieving work goals.

Survey Questions Included in Driver Driver for...
• Discussions with my
supervisor about my
performance are worthwhile.
(Q44)
§ Employee
• My supervisor provides me
Engagement
with constructive suggestions
Index (EEI)
to improve my job
performance. (Q46)
§ Supervisor
• In the last six months, my
supervisor has talked with me
about my performance. (Q50)

Training and Development
§ I am given a real opportunity to
Focuses on the need to increase improve my skills in my organization. § EEI
employee capacity to perform, (Q1)
§ Intrinsic Work
e.g., by providing training
opportunities. Development
§ My training needs are
Experience
encourages and strengthens
assessed. (Q18)
good performance.
• My performance appraisal is a
fair reflection of my
performance. (Q15)
• I am held accountable for
Performance Rating
achieving results. (Q16)
• In my most recent
§ Intrinsic Work
Emphasizes the role of
performance appraisal, I
evaluating employee
understood what I had to do Experience
performance to achieve results.
to be rated at the next
performance level (for
example, Fully Successful,
Outstanding). (Q19)
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•

Performance Recognition and
Reward
Outlines the importance of
providing incentives to, and
recognition of, employees for
their performance, and
acknowledging employee
contributions to the agency’s
mission.

Illustrates the importance of a
management style that
promotes and supports
collaborative communication
and teamwork in completing
projects and accomplishing
goals/objectives.

Emphasizes the
importance of removing
barriers to engagement,
including providing the
resources, information,
and workload to enable
employees to engage in
persistent and

•

•

•

Collaborative Management

Driver and Definition
Job Resources

•

•

Promotions in my work unit
are based on merit. (Q22)
In my work unit, steps are
taken to deal with a poor
performer who cannot or will
not improve. (Q23)
In my work unit, differences
§ Leaders Lead
in performance are
recognized in a meaningful
way. (Q24)
Awards in my work unit
depend on how well
employees perform their jobs.
(Q25)
Managers promote
communication among
different work units (e.g.,
about projects, goals, needed
resources). (Q58)
Managers support
collaboration across work
units to accomplish work
objectives. (Q59)

Survey Questions Included in Driver
•
•

•

§ EEI
§ Leaders Lead
§ Intrinsic
• Work
Experience

Driver for...

I have enough information to do
my job well (Q2).
I have sufficient resources (for § Intrinsic Work
example, people, materials,
Experience
budget) to get my job done. (Q9)
My workload is reasonable. (Q10)
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dedicated effort at
work.
Work/Life balance
§ My supervisor supports my
Highlights the
need to balance work and other life
importance of
issues.
supervisor support of
employees needs to
(Q 42)
balance work and nonwork priorities.
• I can disclose a suspected
violation of any law, rule or
regulation without fear of
reprisal. (Q17)
Merit System Principles
• Arbitrary action, personal
favoritism and coercion for
Serves to ensure that
partisan political purposes are
Federal personnel
not tolerated. (Q37)
management practices
• Prohibited Personnel practices
support fairness and
(for example, illegally
protect employees from
discriminating for or against any
arbitrary actions,
employee/applicant, obstructing
personnel favoritism,
a person’s right to compete for
political coercion and
employment, knowingly violating
reprisal.
veterans’ preference
requirements) are not tolerated.
(Q38)

§ EEI
§ Supervisor

§ EEI
§ Leaders Lead
§ Intrinsic Work
Experience

(OPM, 2016)
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Appendix B: Definition of Variables

Dependent-Employee Engagement
(53) In my organization, leaders generate high levels of motivation and commitment in the
workforce.
(54) My organization's leaders maintain high standards of honesty and integrity.
(56) Managers communicate the goals and priorities of the organization.
(60) Overall, how good a job do you feel is being done by the manager directly above your
immediate supervisor?
(61) I have a high level of respect for my organization's senior leaders.
(47) Supervisors in my work unit support employee development.
(48) My supervisor listens to what I have to say.
(49) My supervisor treats me with respect.
(51) I have trust and confidence in my supervisor.
(52) Overall, how good a job do you feel is being done by your immediate supervisor?
(3) I feel encouraged to come up with new and better ways of doing things.
(4) My work gives me a feeling of personal accomplishment.
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(6) I know what is expected of me on the job.
(11) My talents are used well in the workplace.
(12) I know how my work relates to the agency's goals and priorities.
Independent-Transformational
(18) My training needs are assessed.
(53) In my organization, leaders generate high levels of motivation and commitment in the
workforce.
(30) Employees have a feeling of personal empowerment with respect to work processes.
(58) Managers promote communication among different work units.
(43) My supervisor provides me with opportunities to demonstrate my leadership skills.
(3) I feel encouraged to come up with new and better ways of doing things.
(47) Supervisors in my work unit support employee development.
(42) My supervisor supports my need to balance work and other life issues.
(56) Managers communicate the goals and priorities of the organization.
Independent-Transactional
(24) In my work unit, differences in performance are recognized in a
meaningful way.
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(23) In my work unit, steps are taken to deal with a poor performer who cannot or will not
improve.
(46) My supervisor provides me with constructive suggestions to improve my job performance.
(22) Promotions in my work unit are based on merit.
(19) In my most recent performance appraisal, I understood what I had to do to be rated at
different performance levels.
(25) Awards in my work unit depend on how well employees perform their jobs.
(15) My performance appraisal is a fair reflection of my performance.
(44) Discussions with my supervisor about my performance are worthwhile.
(1) I am given a real opportunity to improve my skills in my
organization.

Control Variables
•

Gender of Responder
Female
Male

•

Age Group
Under Forty
Forty and Over

•

Supervisory Status
Non-Supervisor/Team Leader
Supervisor/Manager/Senior Leader
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•

Ethnicity
Minority
Non-Minority
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Appendix C: Sample Emails
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Appendix D: Response Rates
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Appendix E: Survey Questions
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Appendix F: Recoding Data
The date was recoded based on the necessity to analyze and explain the data. Under the
dependent variable, employee engagement, the data was grouped containing the following fifteen
questions.
Dependent-Employee Engagement
(53) In my organization, leaders generate high levels of motivation and commitment in the workforce.
(54) My organization's leaders maintain high standards of honesty and integrity.
(56) Managers communicate the goals and priorities of the organization.
(60) Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?
(61) I have a high level of respect for my organization's senior leaders.
(47) Supervisors in my work unit support employee development.
(48) My supervisor listens to what I have to say.
(49) My supervisor treats me with respect.
(51) I have trust and confidence in my supervisor.
(52) Overall, how good a job do you feel is being done by your immediate supervisor?
(3) I feel encouraged to come up with new and better ways of doing things.
(4) My work gives me a feeling of personal accomplishment.
(6) I know what is expected of me on the job.
(11) My talents are used well in the workplace.
(12) I know how my work relates to the agency's goals and priorities.

Under the independent variable, transformational leadership, the data was grouped
containing the following nine questions.
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Independent-Transformational
(18) My training needs are assessed.
(53) In my organization, leaders generate high levels of motivation and commitment in the workforce.
(30) Employees have a feeling of personal empowerment with respect to work processes.
(58) Managers promote communication among different work units.
(43) My supervisor provides me with opportunities to demonstrate my leadership skills.
(3) I feel encouraged to come up with new and better ways of doing things.
(47) Supervisors in my work unit support employee development.
(42) My supervisor supports my need to balance work and other life issues.
(56) Managers communicate the goals and priorities of the organization.

Under the independent variable, transactional leadership, the data was grouped containing
the following nine questions.
Independent-Transactional
(24) In my work unit, differences in performance are recognized in a
meaningful way.
(23) In my work unit, steps are taken to deal with a poor performer who cannot or will not improve.
(46) My supervisor provides me with constructive suggestions to improve my job performance.
(22) Promotions in my work unit are based on merit.
(19) In my most recent performance appraisal, I understood what I had to do to be rated at different performance
levels.
(25) Awards in my work unit depend on how well employees perform their jobs.
(15) My performance appraisal is a fair reflection of my performance.
(44) Discussions with my supervisor about my performance are worthwhile.
(1) I am given a real opportunity to improve my skills in my
organization.

Values of one (1) indicate the lowest level of the respondent’s perception of the
dependent and independent variables in the organization, while five (5) indicate the highest level
of the respondent’s perception in the organization. The values of four (4) and five (5) will be
grouped together indicating a highly favorable reaction or perception and will be coded as one
(1). The values of one (1) and two (2) and three (3) will be grouped together indicating there was
a nonexistent or lower/negative perception and be will coded zero (0).
The data was recoded as zero (0) to indicate a low perception or reaction and consisted of
respondents answering either 1 or 2. The value of one (1) was recoded for a favorable perception
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or reaction and consisted of respondents answering either 4 or 5. The dependent variable consists
of fifteen questions and each independent variable consists of nine questions. The dependent
variable, showing each question as either a one (1) or zero (0) was totaled to establish a
minimum of zero (0) to a maximum of fifteen (15) or a scale from 0-15. The two independent
variables each were totaled independently to show a minimum of zero (0) up to a maximum of
nine (9) or a scale from 0-9. The data will show those cases with higher totals will manifest a
favorable perception or reaction and lower totals for a nonexistent or low perception or reaction.
Under control variables, the first showing gender are dichotomous variables with two
response categories, male and female. This variable will be coded with zero (0) for females and
one (1) for males. In Age Group, the variables will be coded with zero (0) for under 40 and one
(1) for forty and over. Each of the questions use the Likert scale that ranges from either strongly
disagree (1) to strongly agree (5), or very dissatisfied (1) to very satisfied (5). In Supervisory
status, non-supervisor/team leader will be coded zero (0) and supervisor/manager/senior leader
one (1). In Ethnicity, minorities will be coded zero (0) and non-minorities (White) will be coded
one (1). In the grouping and recoding of the data, only three columns of data now show the totals
of the study compared to several columns and irrelevant data beforehand. Simplifying and
recoding the data has caused a more clear understanding and interpretation of the data. This in
turn helps analyze and interpret the findings.
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Appendix G
Correlations
Supervisory
Engagement
Engagement

Pearson Correlation

1

Sig. (2-tailed)
N
Transformational

Pearson Correlation
Sig. (2-tailed)
N

Transactional

Pearson Correlation
Sig. (2-tailed)
N

Gender

Pearson Correlation
Sig. (2-tailed)
N

Supervisory Status

Pearson Correlation
Sig. (2-tailed)
N

Age Group

Pearson Correlation
Sig. (2-tailed)
N

Minority Status

Pearson Correlation
Sig. (2-tailed)
N

407789
.917

**

Transformational
.917

**

.785

**

Status

.005

**

-.021

Minority Status
.029

**

.000

.000

.000

407789

407789

375094

379055

394144

365304

1

**

**

**

**

407789
**

.790

.790

.018

**

.000

.000

407789

375094

379055

394144

365304

1

**

**

**

407789

407789

**

**

**

.037

.037

.025

**

.000

.000

375094

379055

394144

365304

1

**

**

.000

375094

375094

375094

375094

**

**

**

**

.095

.000

.000

.000

.000

379055

379055

379055

374450

**

**

**

**

-.008

-.008

.000

.000

.195

.195

.000

.001

-.021

-.021

.000

407789

.153

.153

.000

.000

.012

.012

.000

.000

-.021

.128

**

.001

**

.128

Age Group
**

.000

407789

.005

Gender

.000

.000

.785

Transactional

.029

.095

.029

.112

**

.000

.000

.000

374450

375094

364291

1

**

.147

.059

**

.000

.000

379055

379055

364701

**

1

.001

.147

.000

.000

.000

.000

.000

394144

394144

394144

375094

379055

394144

365304

**

**

**

**

**

.001

1

.029

.018

.025

.112

.059

.717

.000

.000

.000

.000

.000

.717

365304

365304

365304

364291

364701

365304
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365304
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Managed incident reporting and tracking with software development
Managed Financial tracking, reconciliation, and reporting for Operations Group
Handled returns, shipping and tracking of all packages/supplies
Created Ad hoc reports for Director/Senior Management
Overseen purchasing and budgeting for Digital Imaging team
Assessed bids to ensure maximum corporate savings where I have saved thousands of dollars
for the Organization
Handled vendor relations and negotiation

Sales Advocate Specialist
2001
NOVELL, INC.
PROVO, UTAH

•
•
•
•
•

Resolved issues pertaining to contracts and sales orders within a few days turnaround
Acted as Chief Liaison with Corporate for sales Representatives (Canada and United States)
Closed large sales of over $500K
Worked with weak, broken, or inefficient processes in Sales Operations and contributed,
proactively, to restoring them
Worked with several departments (Inside Sales, Project Management, Financial, Legal and
Account Management) to regulate top issues pertaining to Field Sales

Computer Applications Trainer
2000
UNIVERSITY OF UTAH HEALTH NETWORK
CITY, UTAH

COURSES TAUGHT

SALT

•
•
•
•
•

Trained doctors, nurses, and other medical staff on new medical software
Developed materials and scenarios for training
Rendered computer support with groups and one-on-one training
Taught Basic Windows courses
Consistently achieved nearly 100% high feedback ratings

•
•
•

Communication Theory
Intercultural Communication
Co-operative Education
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GENERAL ACCOMPLISHMENTS
•
•
•
•
•
•

President of Local Youth Organization- Director over adults and hundreds of youth as Counselor in
Presidency of Area Youth Organization
Advisor to Special Needs Group
Eagle Scout and Advanced Placement Scholar
Extensive experience in public speaking/training
Volunteer Representative for The Church of Jesus Christ of Latter-day Saints (Spent two years in
Nicaragua for a mission, learned Spanish as a second language, supervised and trained missionaries,
taught investigators, and organized district and group meetings)
Participated in service projects throughout the community (Sub-for-Santa, church service, etc.)

SKILLS
•
•
•
•
•
•
•
•

Extensive technological and professional training experience
Professional Training experience
Background in Market and Pricing Research, Cost/Benefit analysis, Technology analysis, and Asset
management
Leadership, team building, and negotiation skills
Event Management
Vast knowledge of Mac OS, Mac IOS, Android, Microsoft Word, Excel, PowerPoint, Visio, Internet,
Windows, Oracle, and general research
Medical Terminology
Proficient in all forms of social media (i.e. Facebook, Twitter, and Instagram)

REFERENCES
•

Available upon Request
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